The occupation of the social worker in modern times is challenged by the dynamically changing economic and social environment, growing requirements to their qulifications and competences and the needs of gaining new skills and permanen development and improvement. The aim of the presented study of defining the needs for continuing vocational training of specialists providing social services is to provide recommendations regarding the need of training for skills contributing to the increase in the degree of correspondence between labor supply and demand on the labor market, contributing to the improvement of the quality of the labor force in the country as a competitive factor with an increasing importance for successful economic development. The investigation and the specific examples discussed can be a solid basis for future studies and development of models for improvement the system of continuing and vocational training for acquiring the needed knowledge, skills and competences for effective work.
INTRODUCTION
For two decades in Bulgaria now there has been conducted a reform in the field of vocational education and training provision in line with the changing needs of the labor market. Support has been provided by a number of programs and projects that assist a platform for continued reform aiming at turning strategic planning into a practical reality (Terziev, 2013) .
The philosophy of labor market communication, understood in some countries in a slightly narrower sense as social dialogue, is at the heart of building the system of research, identification and monitoring of vocational training needs. The effectiveness of the functioning of a communication system depends exclusively on the political will and the political attitude of communication of all stakeholders. With the availability of appropriate legislation and qualified and motivated experts and employees in the institutions In this sense, a realistic planning of human resources based on systematic monitoring and knowledge of the workforce must be achieved. The database collected must support the decision-making process in the areas of employment, labor market, vocational education and training, higher education, and the development of the workforce at national and regional level (Terziev, 2017a, pp. 55-78) . In this context, the tasks of determining the needs for continuing vocational training of social work professionals are the following Terziev, Stanchev; Terziev, Arabska, 2016a, pp. 221-236; Terziev Arabska, 2016b, pp. 41-50; Terziev, Arabska, Filipov, Stanchev, 2016a, pp. 261-267; Terziev, Arabska, Filipov, Stanchev, 2016b, pp. 290-304; Terziev, Arabska, Filipov, Stanchev, 2016c, pp.268-276; Terziev, Arabska, Filipov, Stanchev, 2016d, pp. 277-289; Terziev, Arabska, 2016c , pp. 229-238, Terziev, Arabska, 2016d ):
• Systematic analysis of the labor market;
• Systematic study and analysis of skills needs;
• Support the process of developing and permanently updating professional standards (in line with international standards) by providing systematic information for decision-making in this area;
• Support the process of developing and permanently updating educational standards by providing systematic information on decision-making in this field;
• Support the process of developing and permanently updating educational programs by providing systematic information on decision-making in this field;
• Development of curricula for vocational education and training (especially for adults); Education and Social Sciences 9-11 October 2017-Istanbul, Turkey • Development of training modules.
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The study and determination of the need for continuing vocational training of social work professionals providing social services is seen as a process that goes from the labor market analysis, through the next steps to the development of curricula, programs and modules, and through the feedback again and continuously passes through the series of steps (Terziev, Arabska, 2016e, pp. 206-217; Terziev, Arabska, 2016f, pp. 218-228; Terziev, Stoyanov, 2016a, pp. 158-164; Terziev, Stoyanov, 2016b, pp. 136-142; Terziev, Stoyanov, 2016c, pp. 142-150) .
The aim of the study of the needs of continuing vocational training in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates of the Social Assistance Agency in Bulgaria to improve the quality and effectiveness of social work is to define the needs of adequate training and measures to support social workers in order to achieve greater efficiency in social work in the context of lifelong learning and continuing vocational training. The aim of the study of the needs for continuing vocational training is also the identification of acceptable options for providing continuous training and upgrading adequate training of the employees to increase their qualification for working with different groups of clients. The main expected result of the analysis of the study is to ouline the basic needs for continuing vocational training for the employees of the two departments. For the sake of maximal accuracy, the survey is also aimed at examining the views of directors, heads of departments and chief experts in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates (Terziev, Stoyanov, 2016d, pp. 225-234; Terziev, Bencheva, Stoeva, Arabska, 2016, pp. 63-74; Terziev, Bencheva, Arabska, 2016, pp. 55-63; Terziev, Bencheva, Tepavicharova, Arabska, 2016, pp. 45-55; Terziev, Arabska, 2016g, pp. 391-400; Terziev, Arabska, 2016h, pp. 409-416; Terziev, Arabska, 2016i, pp. 401-408; Terziev, 2016c, pp. 23-64; Terziev, Dimitrova, 2014a, pp. 281-293; Terziev, Dimitrova, 2014b, pp. 294-207; Terziev, Arabska, 2016j, pp.19-24; Terziev, 2016d, pp. 47-63; Terziev, Stoyanov, Arabska, 2016; Dimitrovski, Terziev, Saliu, Pushova, 2016, pp. 879-884; Terziev, Arabska, Dimitrovski, Pushova, 2016; Terziev, 2016e, pp. 11-18, Terziev, Arabska, 2016k, pp. 51-60; Terziev, 2016f, pp. 100-113, Terziev. 2017a , pp. 928-935, Terziev, Arabska, 2017a , pp. 1151 -1159 Terziev, Nichev, Simeonov pp. 1321 -1338 Terziev, Arabska, 2017b , pp. 1339 -1355 .
MATERIAL AND METHODS
The research tools in studing the needs of continuing vocational training in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates of the Social Assistance Agency for improving the quality and effectiveness of social work use information by the following sources:
-Specialized questionnaires for employees in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates.
-Specialized questionnaires for directors of directorates, heads of departments and chief experts in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates.
Questionnaires are a tool for achieving three major goals:
1.Gathering information on the specific training and qualification needs of employees; 2.Identification and prioritization of specific training needs and topics; 3.Defining the target groups, types and forms of training that employees of Child Protection and People with Disabilities and Social Services need in the Social Assistance Directorates and directors of directorates, heads of department and chief experts in Child Protection and People with Disabilities and Social Services Divisions at the Social Assistance Directorates.
The target group is generally defined -employees of the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates, the interviewing of which will enable the process of identifying the needs for continuing vocational training to be completed.
For the purposes of the study of the needs of continuing vocational training in the Departments Child Protection and People with Disabilities and Social Services an instruction is developed for carrying out the research, which shows the steps and important moments in the immediate gathering of information by completing the questionnaires. The instruction contains the basic requirements and is a reference in the process of collecting information such as:
 How the survey is presented, what are its objectives, the person who realizes it; Education and Social Sciences 9-11 October 2017-Istanbul, Turkey  How to identify the employees to be surveyed;  Requirements for strictness of information, accuracy of filling;  Special issues and requirements for them;  Deadline for submitting filled-in questionnaires and exact sending address.
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For each of the target groups (employees of the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates and directors of directorates, heads of department and chief experts in Child Protection Departments and People with Disabilities and Social Services), individual questionnaires were developed. The questionnaire for employees of the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates is anonymous in order to obtain reliable information.
In the questionnaire for the employees of the Departments of Child Protection and People with Disabilities and Social Services in the Social Assistance Directorates the issues are divided into three sections: Section I. General profile of surveyed employees -includes issues related to gender, age, completed final education, completed final qualification, current job position and social work experience. Questions are common to both departments.
Section II. The level of competence of experts and social workers is divided into two parts common to both departments.
Part A. Knowledge of social work of the interviewed employees -questions are included to determine whether the acquired knowledge about social work (formal and informal) helps social workers to carry out activities such as informing, actively listening, assessing the needs of the clients, maintaining positive work Customer relations, preparation of individual plans for working with clients, planning and managing the intervention, setting priorities in the work.
Part B. Social Work Skills for Responding Employees -Are issues to determine the social work skills acquired by social workers, such as taking into account different points of view in collecting information, establishing effective contact with people, planning the actions to achieve the Purpose, creating working relationships, maintaining positive working relationships, applying the ethical principles of social work, recognizing risk situations, analyzing risk and potential time For both yourself and others, job satisfaction. Section III. Need for training and career development of respondents. The section includes different questions for the two departments, with the aim of maximizing accuracy in determining the need for adequate training, such as introductory trainings, types of trainings, upgrading trainings, time and place, duration, professional and career development, different areas needed super vision.
The purpose of the questionnaire for directors of directorates, heads of unit and chief experts in the Child Protection and Disability and Social Services Departments of the Social Assistance Directorates is to determine the level of competence of employees in the Protection Departments Child and Disabled and Social Services through "managers' eyes". It contains two sections: Section I. Direct supervisor interview -includes issues related to the review of the overall operational work, such as daily tasks, responsibilities, job requirements, effective communication with clients and colleagues, degree of satisfaction, signs of insufficient motivation of the teams.
Section II. Level of competencies of the employees in the Child Protection and Disability and Social Services Departments in the Social Assistance Directorates assessed by the managers -these include issues to determine attitudes towards positive communication in the work with clients, skills Teamwork and experience sharing, work with documentation on social services, skills for working with difficult or disadvantaged clients, attitudes to self-assessment of own qualities and deficits, the need for additional vocational training and super vision by species.
The processing of information gathered from questionnaires is conducted through the following procedural steps:
 Preparing a matrix of entering information. 
RESULTS AND DISCUSSION
The questionnaire intended for employees of the Child Protection Departments was organized to fill in a paper format of 23 pages. 767 respondents completed and returned it, with 468 respondents answering all questionnaires.
The questionnaire contained a total of 76 questions divided by sections. 11 are the questions requiring general information, 62 have the choice of just one answer, 3 with the choice of more than one answer, 2 are open questions and 1 question of prioritizing and mentioning more than one answer.
Regarding the distribution of the respondents by sex the share of social workers -women is the highest -90,6% of the total number.
48,5% of respondents are aged 36-55 years, 33,8% are 26-35 years old and only 12,1% up to 25 years. (Table 1 ).
On the question of the type of completed education, 85,9% answered higher education, of which 51,0% hold a Master's degree and 34,9% have a Bachelor's degree. Secondary education workers account for a total of 13,8% (Table 2) .
Interesting information provides the question "Year of completion of the last education". As can be seen from Table 4 , the number of graduates has increased since 1995 -2,2%, 2000 -5,4%, 2005 -5,9%, 2011 -8,2% compared to 1972 -0,4%, 1977 -0,5%, 1982 -0,7%, 1990 -0,8% .
Interesting information provides the question "Year of completion of the last education". The number of graduates has increased since 1995 -2,2%, 2000 -5,4%, 2005 -5,9%, 2011 -8,2% compared to 1972 -0,4%, 1977 -0,5%, 1982 -0,7%, 1990 -0,8%. Of all the employees, 36.9% graduated from the professional field "Social activities", while 63,1% -specialties from other professional fields. (Table 3 ).
On the question about last qualification 49,3% of the respondents indicated a key competence / certification course and 41,9% -professional qualification. The percentage of respondents to this question is 43,9% (Table 4) . The distribution of interviewed employees by internship in the social sphere is presented in Table 5 , which shows that the highest percentage of 42,4% is for employees with a work experience of up to 2 years and only 4,6% for those with experience over 20 years. 1,7% of respondents did not respond.
The question "Before you start working on a specific case you get to know the information available" 694 respondents answered "always detailed", which accounts for 91%. A negative "always missing information" response was 2,2%. Four did not respond.
To obtain additional information that can be useful in establishing initial contact, 53,7% of respondents have indicated "always" and 39,3% -"connect if necessary" -an indicative result for good teamwork and quality work.
To the question "Evaluate all available information to determine the best form to establish primary contact" 83,6% of social workers responded "always in detail" and only 4,9% said "do not make judgments, go to work".
Informing the clients about their rights, opportunities and responsibilities is done according to 93,4% "always, in detail", 4,7% have indicated "always but in part", "I inform them when they ask me" -1,7% of respondents, and 0,1% does not inform them. Five employees did not answer the question.
Explanations of the duties and responsibilities of the social workers, as well as those of the unit in which they work, are "always, in detail" -72,8%, "always but in part" -17,9%, "Explain when asked" -8,5% and "Do not explain" -only 0,8% of the respondents.
In the questions of indicating the client's help to understand the information related to the case, to express expectations, to make an informed decision 85,5% of the respondents answered "always, in detail", "do not help" have indicated only 0,5% of respondents.
On the question "Are you actively listening to your customers" 95,9% answered "always with details", "always, but in part" -4,1%. Two employees did not respond, and the answers "do not listen because I do not care" and "do not listen because I do not have enough time" were not mentioned.
When assessing the needs of the clients 88,1% of the social workers take into account their specificities, the existing risks and opportunities as "always, in detail". 6,9% of respondents consider "always, but in part", 2,9% comply with normative documents only and only 2,1% said "I can not take everything". Two of the social workers did not answer.
Despite the busy workday 78,4% of the social workers maintain a positive working relationship with the client "always" and 20,2% answererd that "not always, it depends on the client". A positive attitude of mood for the day was determined by 1,1% of social workers, and two employees never support this attitude. The results are presented in Table. 6.
The preparation of individual customer service plans is "always" performed by 72,8% of the surveyed social workers. Response "always, not very detailed" indicated 15,3% of the respondents, and 8,8% of them -"I always borrow from others like this". Only 2,3% did not produce individual plans, and 16 employees did not answer this question. The results are presented in Table 7 .
Collaboration with colleagues and other professionals at work is supported by 98,7% of respondents, and only 1,3% of them have mistrust their colleagues' competence and have marked a "do not discuss because they are not so competent". With behavior that represents a risk in the work of a social worker 40,1% of respondents do not have difficulties, and 48,7% of them face "not very serious difficulties". Serious difficulties are experienced by 9,5% of the employees, with very serious difficulties and unable to cope with -1,8%.
The question "You are able to plan and manage the intervention in a way that will positively change the recognized risk behavior" 84,3% of the respondents are dealing without difficulty and with not very serious difficulties. Serious difficulties in planning and managing intervention were mentioned by 14,3%, and 1,4% of social workers are unable to cope.
Planning and taking immediate action to meet the urgent needs and requirements of the client is done "always, on a daily basis" by 66,5% of the employees of the department and "always but not daily" by 27,4%. Only 5,6% of respondents said "not always because they are already large" and 0,5% "because I do not have enough time".
To the question "Do you follow the changes in the normative documents related to your work" were given prevailing positive answers with 46,1% being informed once a week and 37,7% once a month. The remaining 13,0% rely on managers to inform, and 3,3% relied on colleagues' competence. Three employees have not listed any of the suggested answers.
50,7% of respondents in the department deal with ethical dilemmas and conflicts at work and manage their workload because they have the knowledge, techniques and experience to do so. Serious difficulties, however, are experienced by 44,4% of social workers and only 0,8% can not cope because they have no knowledge and techniques to do so. Five staff members did not respond.
The question of whether the job requires continual improvement of qualification was given answers by 56,0% with "once every 6 months". 36,1% said "once a year". 6,4% said there was no need to improve the qualification, "because there are not many changes", and "it is superfluous" have indicated 1,5%. Fourteen of the study participants did not respond to the question presented in Table 8 .
Professional contacts with colleagues inside and outside the organization are supported by 95,8% of department employees, 37,8% of them doing daily, and the remaining 58,0% not constantly. 3,5% of respondents rely on managers to guide their work, and 0,7% said they did not maintain such contacts "because it is superfluous" and "because there is no time". Only five employees did not answer this question.
The open question of what are the reasons for the difficulties in implementing the activities in social work as a whole were given answers covering problems of 20 areas. Firstly, 20,2% of respondents indicated lack of equipment and supplies at work. Secondly, by 9,6% high workload and a large volume of work cases were highlighted. Third, 7,0% reported the lack of adequate facilities and poor working conditions. Fourth, 5,1% pointed the lack of consumer support. Fifth place with 4,4% is the lack of organized transport and remoteness in the workplace to the clients. Interesting is the fact that all 767 social workers from the Child Protection Departments have answered this question. Regarding the acquirement of professional duties and their fulfillmentwithout problems 42,2% of the respondents reported "over 4 weeks" and 22,9% "up to 4 weeks". 16,0% still have a performance problem. 19 employees could not judge and answer this question. The data are presented in Table 9 .
On the question "Do you e make a difference between various theories, policies, procedures and methods of intervention", 757% of respondents in the departments do not encounter any difficulties, while 20,9% deal but have serious difficulties. 3,3% employees can not handle and rely on help from colleagues. Seven social workers did not responded to this question, as evidenced by Table 10 . When working with people in different problematic situations 89,0% of the employees are using an analysis of the consequences of social inequality, discrimination and social exclusion. Serious difficulties were marked by 9,3%. On help from colleagues rely 1,4% of surveyed social workers. Only three employees of the Child Protection Department did not answer this question. The information is presented in Table 11 . Considering overcoming the prejudices to the clients in the social work 94,4% of the employees in the departments deal. Depending on other factors such as momentary mood, colleagues, the client 5,6% of the respondents work. Only four employees did not answer the question (Table 12) .
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Only 41,3% of social workers are satisfied with their work, and 54,1% in part account for this. Unsatisfied are 4,4% of department employees. Two employees did not answer (Table 13 ).
It is interesting that the expectations for the profession of social worker have fully justified by 31,8% of the employees of the Child Protection Departments, in part -57,3%, while the answer "no" was indicated by 10,9% of the respondents. Thirteen employees did not respond, as evidenced by Table. 14.
To the question "If you are given the opportunity to work in another sphere, would you leave the social one" the answer "Definetly yes" was given by 18,6%. The hesitation is 57,0%, and "definitely not" was mentioned by 24,4% of the surveyed social workers. Thirteen did not answer the question. The data are presented in Table 15 .
When answering the question "When starting in the department did you receive an introductory training" 46,5% of the employees in the departments responded categorically "yes". 23,1% have received introductory training "in part" and 30,4% have not been introduced through training at work. Eight social workers did not answer this question.
29,9% of social workers were involved in trainings organized by the agency, 24,8% -in part, and 45,3% were not involved in training. 1,8% of respondents did not want to answer.
On the question of what kind of trainings as an organizational form the employees of the Child Protection
Departments need, with the possibility to indicate a combination of several types, 43,6% of the respondents pointed to the necessity of specialized training with practical orientation, 28,4% of them prefer participating in a dedicated forum to transfer good practices. 14,3% defined their need for a narrow specialized talk, seminar, and 7,0% prefer distance learning. All respondents answered this question as 59,4% of the social workers in the departments gave more than one answer.
On the question about the time for the trainings in which the respondents would be involved 52,1% said that it should be done at work and with almost equal percentages 16,0% and 16,5% were employees who prefer training to take place after working hours of up to 2 hours, or during the the weekends for one day. 8,8% of respondents are willing to spend several days of paid annual leave to take part in upgrading training, and 6,6% of the surveyed social workers were for both days in the weekends.
On the question of the place of the trainings in which respondents would take place 47,0% of the surveyed employees prefer trainings held in the same location where they work. 30,4% tend to travel and join training in another location, and 22,7% prefer workplace training. 80,1% of the respondents gave one answer and the other 19,9% gave two answers.
On the question of the optimal duration of the training that the respondents would participate 48,1% indicated that it should be within 3 days, and 29,4% said they could spend up to 10 days (in modules) to participate in training to improve their professional qualification. Only 14,9% said they would have the opportunity to participate in training that lasts up to 1 day. For longer (more than 1 month) module training 7,7% of employees in the departments were identified.
To the question of what to emphasize in the organization of the upgrading trainings answers were given to all proposed in the survey. First of all, 50,5% of the respondents have indicated that the lecturers should be qualified and competent, well prepared, familiar with the problems of social workers and offering quality training. Secondly, 28,8% focused on the choice of detailed materials to be used during and after the training. Next, 15,2% of employees rely on training, organized and provided with the agency's resources, and 5,4% of respondents prefer trainings to be run by university lecturers.
On the question of what would help for career and career development of social workers, respondents answered as follows:
 Participation in specialized training -a positive answer by 29,7%;
 Sharing good practice -29,2% gave a positive response;
 Exchange of information with other colleagues in the country -13,6% answered this question;
 Obtaining specialized literature -11,7% of the respondents gave an affirmative answer;
 Providing an expert solution to a problem -11,7% of respondents gave a response that is of great importance to social workers;
 Access to models of internal administrative documents -4,1% have given a positive answer.
In 15 different areas respondents answered to the question of areas of their work in which social workers are in need of additional training (Table 16 ). In the first place, 22,2% of all respondents, regardless of their professional experience, responded that special training on "Competencies and skills to work in critical situations, tensions and stress" should be organized. This gives the reason to assert that social work is extremely psychological and stressful. This is confirmed by the answers to the next question to which 10,8% responded that they would engage in training on "Competence in direct work with clients". The social worker looks for opportunities to acquire new knowledge, skills and techniques for dealing with consumers. Thirdly, 8,4% of respondents indicated training on "Competence to perform social diagnostics". The third place with 8,3% is for the identified training on "Skills for analyzing, social forecasting and planning" due to the close result that the respondents have indicated. Fourth, 7,6% of the respondents reported training on "Competence for decision-making".
On the question of prioritizing the main themes of introductory training for new social workers, respondents were asked to indicate one or a combination of several of the following preformulated topics:
• Social policy and legal framework in the field of child protection;
• Team management, teamwork and communications in social work;
• Organizational behavior in social work;
• Social work with children and families at risk;
• Organization and specificity of the activities carried out in the department;
• The process of deinstitutionalization -social policies;
• Fundamentals and methods in the work of the social worker.
The most important thing is the topic of social work with children and families at risk with 69,0%. Secondly, 35,6% of the votes included the topic Social policy and the legal framework in the field of child protection, and thirdly 31,5% the topic of fundamentals and methods in the work of the social worker in the social welfare sector. As the most insignificant topic at the time of the survey, 13.3% of respondents indicated the training in organizational behavior in the social work. The prioritization of all proposed topics for further training is presented in Table 17 . Social workers have given more than one answer, so the number of answers is larger than the number of respondents.
Respondents from the Child Protection Departments were asked to identify their preference for participating in upgrading trainings. Sixteen of the the topics were predefined, and the respondents could indicate one answer or a combination of several. The following results were obtained, the responses being ranked downwards according to the percentage of positive responses as shown in Table 18 . The results show that at the first plaale with 55,1% was identified the topic of training methods for child victims of violence and their families. Secondly, the topic "Methods for case management of child at risk" -38,0%, third -"Methods for early diagnosis of risk of child abandonment and prevention of abandonment" -37,7%. On the fourth place is "Foster care -alternative form for raising children in family environmentprocess and specifics"-36,4% ", and fifth -"Working with children -victims of trafficking and trafficking and their families"-34,4%. The themes of all five of the first upgrading trainings are highly specialized, generating constant dynamics in terms of regulation and communication with the client.
In the questionnaire, a question was asked as to what supervision the employees of the Child Protection Department need. Respondents were offered 11 responses. The aim was to gather information on the need and to identify the need for the type and reasons for conducting supervision in the near future. This would make it possible for the agency, and in particular the child protection teams, to better plan and organize the supervisions. The responses received cover topics from 11 different areas, most of which were not repeated and only concern the individual interviewee. After the analysis of the results, however, several types of supervision were highlighted, for which the respondents feel that they need to change from the current way or plan to carry out. The results are presented in Table 19 . The results show that, first of all, 19,57% identified the need for supervision to overcome occupational stress and the professional "burn out" syndrome. Secondly, with 15,57%, there is a need for supervision to social workers to understand their skills and strengths and weaknesses. Third, by 14,07% supervision is needed to comment on the practice of different social methods. The goals of all three are highly specialized, generating constant dynamics in terms of client communication, specialized institutions and administrative work.
CONCLUSION
The survey shows that the employees of the two departments Child Protection and People with Disabilities and Social Services in the Social Assistance Directorates are actively involved in trainings and seminars and have attitudes to increase their professional qualifications organized by the Social Assistance Agency in order to increase professional experience and knowledge, to exchange experience and good practices between colleagues and departments. This is particularly important for social workers who have a professional experience of less than two years and who, for one reason or another, have not been inducluded in introductory training, as well as in places where due to a shortage of experts in departments workloads, number of cases and many different obligations increase Terziev, , pp. 1087 Terziev, -1106 Terziev, , pp. 1107 Terziev, -1125 Terziev. V. pp. 1400 Terziev. V. pp. -1410 Terziev, 2017d Terziev, , pp.1318 Terziev, -1329 Terziev, 2017e, pp. 923-935; Terziev, 2017f, pp. 933-939; Terziev, Arabska, 2017c , pp. 1109 -1124 , Terziev, Arabska, 2017d , pp.1089 -1100 , Terziev, Arabska, 2017e, pp. 1101 -1112 Terziev, Arabska, 2017f, pp. 1113 -1126 Terziev, 2017g; Terziev, Arabska, 2017g, pp. 1090 -1108 Terziev, Arabska, 2017h, pp. 1466 -1476 Terziev, Arabska, 2017i, pp.1458 -1470 Terziev, Arabska, 2017j, pp. 925-939; Terziev, Georgiev, 2017a, pp. 94-101; Terziev, Georgiev, pp. 1418 -1437 Terziev, 2017h; Terziev, Dimitrov, 2016, pp. 205-234; Terziev, Georgiev, 2017b, pp. 61-70; Terziev, Dimitrova, 2017a, pp.757-797; Terziev, Dimitrova, 2017c Terziev, 2016g, pp. 84-90; Terziev, 2017j, pp. 55-78) .
Changes in the legal framework lead to the attitude of rapid and adequate organizational measures for conducting advanced trainings to update and expand knowledge in areas covered by changes. This is a problem that directly affects the daily work of the social workers. Providing timely and adequate information on these changes, organizing timely training as well as variants of ready-made models of internal regulations will save time for social workers, will help to unify the internal regulations of the departments and, last but not least, would help to generate a good working climate in the departments and hence the agency as a whole.
Employees of the Child Protection and Disability and Social Services Departments at the Social Assistance Directorate state that they need training and qualification for various professional problems and express their need for exchange of professional experience and good practices. It would be a good practice to organize roundtables, discussion forums, meetings, etc., and when necessary to discuss and solve current problems of social workers in different regions and locations, a preferred form for further qualification. On the basis of the results of the already identified trainings, a training plan could be drawn up for the years in the near future. Pre-planning will allow for greater efficiency in organizing trainings (Terziev, 2017j, pp. 55-78; Terziev, 2017k, pp. 78-93, Terziev, Georgiev, 2017c Terziev, Arabska. 2017k; Terziev, Arabska, 2017l, pp. 41-46; Terziev, 2017l, pp. 9-34; Terziev, Banabakova, Dimitrova, 2017a, pp. 52-81; Terziev, Banabakova, Dimitrova, 2017b, pp. 82-119; Terziev, Nichev, Arabska, 2017, pp. 322-375; Terziev, 2017m, p. 254; Terziev, 2017n, p.255; Terziev, Arabska, 2017m, pp. 54-95; Terziev, 2017o, pp. 6-12; Terziev, 2017p, pp.13-18; Terziev, Dimitrova, 2017d, pp. 825-879; Terziev, Arabska, 2017n, pp. 487-494; Terziev. Arabska, 2017o, pp.493-503; Terziev, 2017q, pp. 338-351; Terziev, Georgiev, 2017d, pp. 37-39; Kanev, Terziev, 2017, pp. 595-606; Terziev, Nichev, 2017a, pp. 556-574; Terziev, Nichev, 2017b , pp. 541-555, Terziev, Nichev, 2017c Terziev, 2017r, pp. 654-660; Terziev, 2017s, pp. 641-653) . Terziev, V., (2013) Vazdeystvie na politikite na pazara na truda za osiguryavane na zaetost", "Dema presRuse". 
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